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Purpose: This study aims: 1) To analyze the influence of organizational culture on employee performance at 
Bank bjb Surabaya Branch Office; 2) To analyze the effect of work environment on employee performance at 
Bank bjb Surabaya Branch Office; 3) To analyze the influence of organizational culture through motivation on 
employee performance at Bank bjb Surabaya Branch Office; 4) To analyze the influence of work environment 
through motivation on employee performance at Bank bjb Surabaya Branch Office. 
Design/methodology/approach: The sample in this study were all leaders and employees of bank bjb Surabaya 
branch, totaling 59 leaders and employees. The sampling technique used in this study is a sampling technique 
because the sample under study is part of the entire population. The data analysis technique in this study used 
the Partial Least Square (PLS) methods. 
Findings: The results of the study concluded that: 1) Organizational culture can contribute to employee 
performance; 2) The work environment can contribute to employee performance; 3) Organizational culture can 
contribute to employee performance through motivation; 4) The work environment has not been able to 
contribute to employee performance through motivation. 
Research limitations/implications: BANK BJB SURABAYA BRANCH OFFICE is an institution engaged in 
financial services. In carrying out their functions and duties, the leaders and employees of the Bjb Surabaya 
Branch Office help the individual performance of their employees, but there are recommendations for uneven 
employee performance results based on preliminary research, it is very important and necessary to conduct 
research related to the influence of organizational culture and work environment using motivation as a variable. 
intervention on employee performance. 
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I. INTRODUCTION 
The success of a company is strongly influenced by the individual performance of its employees. Every 
company will always try to get the best performance from its employees, with the hope that the company's goals 
will be achieved. Mangkunegara, (2010) argues that performance is the result of work in quality and quantity 
achieved by an employee in carrying out his duties in accordance with the responsibilities given to him. 
Employee performance is a measurement of the success of employees. Performance is work performance 
shown by employees, namely the ability of a person (employee) to produce, teach or achieve something. 
Performance shows the level of success of employees in carrying out their duties and responsibilities. The 
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higher the employee's performance, the higher the company's productivity Bangun, R., Theresia, L.,Lahuddin A. 
H., Ranti, (2018), (Mathews, 2012). 
One of the Bank's financial institution organizations that is currently developing is the Regional 
Development Bank of West Java and Banten (Bank bjb). Bank bjb is one of the Regional Development Banks 
owned by the regional government of West Java and Banten Provinces which has gone public. The positioning 
of bank bjb nationally for the Q4 2019 period shows the total assets of bank bjb of Rp. 123.5 trillion and 
achieving a net profit of Rp. 1.56 trillion. Bank bjb's rating is better than other regional banks such as Bank 
Jatim, Bank DKI, Bank Jateng, and other Regional Development Banks. 
Bank bjb is an institution engaged in financial services, as a long-established bank and has 5 Regional 
Offices, 65 Branch Offices, 311 Sub-Branches, 330 Cash Offices, 1202 Bank bjb ATMs, 103 Payment Points, 
and 473 Waroeng Bank bjb. For expansion, Bank bjb has been doing it for a long time by opening Branch 
Offices throughout Indonesia which are close to business centers. Bank bjb prioritizes and improves services so 
that it can compete with other banks, especially private banks which are growing more and more. Bank bjb 
offices consist of the Head Office, Regional Offices, Branch Offices, and Sub-Branch Offices, one of which is 
the Surabaya Branch Office. Bank bjb Surabaya Branch Office has been operating for approximately 11 
yearssince October 30, 2008. Currently, Bank bjb Surabaya Branch Office has 7 Sub-Branch Offices (KCP) in 
Sidoarjo, Gresik, Tropodo, Klampis, MERR, Perak, and Bukit Darmo areas and plans in the future will expand 
the network to the Gerbangkertosusilo area. 
 Based on the initial information data collected in the field recapitulation of employee assessments of bank 
bjb Surabaya branch are as follows: 





Quarterly (number of employees) 
I II III IV I II III IV 
PL 1 14 19 13 14 14 15 12 13 
PL 2 32 24 33 30 32 31 33 31 
PL 3 25 25 26 26 25 28 27 25 
PL 4 1 2 0 1 1 0 0 1 
Total  72 70 72 71 72 74 72 70 
Source: Internal Data of Bank bjb Surabaya Branch Office 
The categories of employee performance assessment used by bank bjb are as follows: 
 
The results of the recapitulation of the average employee performance appraisal at Bank bjb Surabaya 
Branch Office during the 2019 - 2020 period (Table 1) are not optimal, where for each Performance Level 
category the number in each quarterly assessment tends to fluctuate up and down, while the company's target for 
the category PL 4 is reaching 0. Meanwhile, for the category of PL 1 (excellent / extraordinary) at e = every 
quarter it is still in an unstable condition. Therefore, it is necessary to manage human resources properly so that 
employee performance increases. 
Based on preliminary research conducted at Bank BJB Surabaya Branch Office, researchers found 
problems that occurred in the decline in employee performance. The decrease in the results of the assessment of 
employee performance indicators can be an indication of symptoms that indicate a decrease in employee 
performance. One of the things that can be used as a benchmark for the company's success is employee 
performance. Performance is a description of the level of achievement of the implementation of an activity 
program or policy Moeheriono, E. and Si, (2012) Furthermore, employee performance plays an important role 
for the organization. Low employee performance will hinder an organization in achieving its goals 
(Sedarmayanti, 2017). The performance of human resources is largely determined by the internal and external 
environmental conditions of the organization, including organizational culture and motivation. 
The phenomenon of decreased performance that occurred in bank bjb, was allegedly due to the direct 
intervention of two main variables, namely organizational culture and work environment as independent 
variables in this study, while the dependent variable was performance. This is supported by the theory put 
forward by Siagian. Sondang P., (2002), that performance is influenced by several factors including 
organizational culture and the work environment contained in the company. Several research results also prove 
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and support this theory, namely research conducted by that organizational culture and work environment are 
factors for achieving good employee performance. 
Tika, (2008), states that organizational culture helps performance because it creates an extraordinary level 
of motivation for employees. Organizational culture is a shared perception held by all members of the 
organization (Arianty, 2014). Organizational culture. as stated by Rivai, (2012), organizational culture is a 
framework that guides daily behavior and makes decisions for employees and directs actions to achieve 
organizational goals. 
Another factor that can have a positive impact on employee performance is the work environment. The 
relationship between the work environment and employee performance is based on the research findings of that 
the work environment has a positive impact on employee performance. A comfortable work environment causes 
the level of concentration of employees at work to increase, and this condition causes the level of employee 
productivity to increase. 
This is in line with the opinion expressed Kasmir., (2016) there are other factors that cause human 
resources to have good performance, so that they can encourage organizational success. One of the factors that 
can affect employee performance is motivation. This is supported by research conducted by Adiftiya, J., (2014), 
Hafiz, A., (2017), Zameer, H., Ali, S., Nisar, W., Amir, (2014) the results of the study show that motivation has 
a significant effect on employee performance. 
Based on the explanation above, it becomes very important and necessary to conduct research related to 
the analysis of organizational culture and work environment using motivation as an intervening variable on 
performance. 
II. LITERATURE REVIEW 
2.1. Employee Performance 
Performance is the result of a person's achievement of a given job and is completed with full responsibility 
(Eliyanto., 2018). The same thing is also explained by Murdiyanto, (2012) explaining performance is the level 
of success or success in carrying out and completing work. High performance is a characteristic of people who 
are productive at work and become work performance. 
Meanwhile, according to Rahmawanti, Nela Pima, (2014) quoted from Rusmawati., (2016) explains 
performance is the level of success of a person during a certain period in accordance with the work targets that 
have been set. So that performance is measured by ability, company acceptance, company achievement and 
interaction between employees within the company. Performance is also the result of the quality and quantity of 
employee achievements (Wijaya, 2017) 
 
2.2. Organizational Culture. 
Purchase intention (Y) is a thoroughly planned purchase. Indicators for measuring purchase intention are 
as follows: interested in finding information about products, considering buying, interested in trying, wanting to 
know the product, and desire to affect. According to Wagner and Hollenbeek quoted by Tampubulon, (2012) 
organizational culture is a pattern of basic assumptions to act, determine or develop organizational members in 
overcoming problems by adapting them from the outside and integrating them into the organization so that 
employees can work carefully, and are also useful. for new employees as a basis for correcting their perceptions, 
thoughts, and feelings in problem solving relationships. In principle, organizational culture becomes the basis of 
behavior for all employees or team members in achieving the ultimate goals of the organization, and 
organizational culture can be an element that maintains employee stability in behavior in carrying out 
organizational functions. 
Operationally, organizational culture starts from individuals who are members of a group with 
togetherness creating values and rules as the basis for behavior within the organization. Organizational culture 
has a very strategic role to encourage and improve the effectiveness of organizational performance. 
 
 
2.3. Work Environement 
The work environment in a company needs to be considered, in this case because the work environment 
can affect employee morale. The condition of the work environment is said to be good if employees get a safe, 
comfortable and healthy atmosphere so that all work done can be completed optimally, quickly and well. 
According to Sudaryo., (2018) the definition of the work environment is the overall tools and materials 
encountered, the surrounding environment in which a person works, work methods and work arrangements both 
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as individuals and as groups. According to Sofyan, (2013) states that the work environment is everything that is 
around the employee that affects him in carrying out and completing the tasks assigned to him in an area. 
 
2.4. Work Motivation 
Motivation is an impulse that comes from within a person to do a job (Murdiyanto, 2012). The same thing 
is also explained by Theodora, (2015) and Eliyanto., (2018), where motivation is the impetus for human 
behavior or driving force to carry out activities in achieving organizational goals. To carry out work activities, 
motivation is needed as a mover and giver of direction to achieve the goals that have been setset. In contrast to 
Kusuma, (2013), explains motivation as a desire to take better actions so as to obtain maximum results. 
Motivation comes from inside and outside a person Murdiyanto, (2012), where from within humans there 
are desires, needs and hopes that become the driving force to do something. 
 
2.5. Research Hypothesis 
A hypothesis is a statement whose position is not as strong as a proposition. In accordance with the 
variables to be studied, the hypotheses to be proposed in this study are: 
1. Organizational culture on employees has a significant positive effect on employee performance produced at 
Bank bjb Surabaya Branch Office. 
2. The work environment has a significant positive effect on employee performance at Bank bjb Surabaya 
Branch Office. 
3. Organizational culture on employees has a significant positive effect on employee performance resulting 
from motivation at Bank bjb Surabaya Branch Office. 
4. The work environment has a significant positive effect on employee performance through motivation at 
Bank bjb Surabaya Branch Office. 
III. RESEARCH METHODOLOGY 
This type of research is viewed from the way it is processed using structural research. While the type of 
research in terms of the method used is survey research. The research approach used in this study uses a 
quantitative approach. Data analysis techniques and hypothesis testing in this study use the Structural Equation 
Model - Partial Least Square (SEM-PLS) method. 
Table 2. Research Indicators 
    Variable        Indicator 
Organizational Culture (X1) 
Robbins in Sembiring 
(2012:68) 
Innovation and Risk Taking (X1.1) 
Attention To Detail (X1.2) 
Result Orientation (X1.3) 
People Orientation (X1.4)  
Team Orientation (X1.5) 
Aggressive (X1.6) 
Work Environment ( X2) 
Wursanto (2009) 
Supervision (X2.1) 
Work Atmosphere (X2.2) 
Reward System (X2.3) 
Treatment (X2.4) 
Feeling Safe (X2.5) 
Relationships Between Individuals 
(X2.6) 
Fair and Objective (X2.7) 
Work Motivation (Z) Syahyuti 
(2010)  
Drive to achieve goals (Z1) 
Work spirit (Z2) 
Initiative (Z3) 
Sense of Responsibility (Z4) 







Work Commitment (Y6) 
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  Source: Processed primary data 
3.1. Population and Sample 
The population is a generalization area consisting of objects or subjects that have certain qualities and 
characteristics determined by researchers to be studied and then drawn conclusions (Sugiyono, 2010). While the 
sample is part of the number and characteristics possessed by the population (Sugiyono, 2010). 
In this study, the population was all leaders and employees of Bank bjb Surabaya Branch Office, totaling 
70 people. 
The sample is part or representative of the population studied by (Arikunto, 2010). The sample is part of 
the number and characteristics possessed by the population. The sample used in this study is a saturated sample 
or all employees of bank bjb Surabaya branch office, totaling 70 people. Researchers have distributed 
questionnaires to all employees of bank bjb Surabaya Branch Office as many as 70 questionnaires but the data 
used are 59 questionnaires. 
IV. RESEARCH RESULT 
4.1. Outer Model (Measurement Model) 
4.1.1. Convergen Validity 
Loading factor(factor load) is the correlation between the indicator and the variable, if it is greater than 0.5, 
then the indicator is valid and is an indicator/measurement of the variable. The following table of loading factor 
values in this study: 












X1.1 0.510 -0.457 -0.065 0.237 Reflect 0.117 0.005 
X1.2 0.845 -0.138 -0.179 0.139 Reflect 0.097 <0.001 
X1.3 0.526 -0.056 -0.227 0.197 Reflect 0.108 <0.001 
X1.4 0.891 -0.098 0.060 0.073 Reflect 0.095 <0.001 
X1.5 0.855 0.119 0.129 -0.094 Reflect 0.096 <0.001 
X1.6 0.838 0.326 0.152 -0.333 Reflect 0.097 <0.001 
‘X2.1 0.355 0.739 0.091 -0.063 Reflect 0.100 <0.001 
X2.2 0.837 0.599 0.061 -0.222 Reflect 0.105 <0.001 
X2.3 0.154 0.710 0.108 0.239 Reflect 0.101 <0.001 
X2.4 -0.168 0.769 -0.351 0.182 Reflect 0.099 <0.001 
X2.5 -0.216 0.824 -0.156 0.118 Reflect 0.097 <0.001 
X2.6 -0.494 0.695 0.182 -0.117 Reflect 0.102 <0.001 
X2.7 -0.362 0.615 0.149 -0.238 Reflect 0.105 <0.001 
Z12 -0.171 -0.121 0.771 0.101 Reflect 0.099 <0.001 
Z22 0.145 -0.053 0.908 -0.127 Reflect 0.094 <0.001 
Z32 -0.014 0.139 0.951 -0.052 Reflect 0.093 <0.001 
Z42 0.016 0.010 0.843 0.104 Reflect 0.097 <0.001 
Y12 -0.288 0.148 0.060 0.897 Reflect 0.124 <0.001 
Y22 0.374 0.038 0.060 0.885 Reflect 0.095 <0.001 
Y32 -0.421 -0.096 -0.472 0.754 Reflect 0.100 <0.001 
Y42 0.128 -0.061 -0.252 0.872 Reflect 0.096 <0.001 
Y52 -0.141 -0.120 0.325 0.776 Reflect 0.114 <0.001 
Y62 -0.105 0.013 0.279 0.863 Reflect 0.118 0.011 
Source: Questionnaire data processed 
Based on the table of loading factor values above, it is a correlation between indicators and variables, if it 
is greater than 0.5 and or p-values = significant, then the indicator is valid and is an indicator/measurement of 
the variable. 
Based on the outer loading table above, the Loading Factor (eg for indicators on the Organizational Culture 
(MSP) variable), X1.1 = 0.510; X1.2 = 0.845; X1.3 = 0.526; X1.4 = 0.891; X1.5 = 0.855 X1.6 = 0.838 > 0.5 
then it meets convergent validity. The results of the analysis in the table above show that all indicators in the 
research variables, namely Organizational Culture, Work Environment, Motivation and Employee Performance 
have a loading factor > 0, 5, then the indicator meets convergent validity. 
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4.1.2. Compose Reliability 
The reliability of the construct as measured by the value of composite reliability, a reliable construct if the 
value is above 0.70 then the indicator is said to be consistent in measuring the latent variable. 






organizational culture 0.871 0.813 
work environment 0.876 0.834 
Motivation 0.926 0.891 
employee performance 0.751 0.625 
Source: Processed questionnaire data 
The reliability of the construct as measured by the value of composite reliability, a reliable construct if the 
value of composite reliability is above 0.70, the indicator is said to be consistent in measuring the latent 
variable. The test results show that the constructs (variables) of Organizational Culture, Work Environment, 
Motivation and Employee Performance have a composite reliability value greater than 0.7. So reliable. 
 
4.2. Outer Model (Measurement Model) 
The reliability of the construct as measured by the value of composite reliability, a reliable construct if the 
value of composite reliability is above 0.70, the indicator is said to be consistent in measuring the latent 
variable. The test results show that the constructs (variables) of Organizational Culture, Work Environment, 
Motivation and Employee Performance have a composite reliability value greater than 0.7. So reliable. 
The inner model test is seen from the R-square value in the equations between latent variables. The value 
of R2 explains how much the exogenous (independent/independent) variable in the model is able to explain the 
endogenous (dependent/bound) variable. 
Table 5. R-Square. Value 
  
R Square 
organizational culture   
work environment   
Motivation 0.103 
employee performance 0.594 
Source: Questionnaire data processed 
 
R2 value = 0,594 This can be interpreted that the model is able to explain the phenomenon/problem of 
Employee Performance of 59.40 %. While the rest (40.60%) is explained by other variables (besides 
Organizational Culture, Work Environment, Motivation) that have not been included in the model and errors. 
This means that employee performance is influenced by organizational culture, work environment, motivation 
of 59.4%, while 40.60% is influenced by variables other than organizational culture, work environment, 
motivation.  
The results of the analysis and evaluation of the structural model (inner model) can be seen in the image 
below: 
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Figure 1. Structural Model (Inner Model) 
4.3. Hypothesis Testing Results 
Decision making on the acceptance of the hypothesis uses a significance value of = 0.10 or 10%. If P-
Value < 0.10 then it can be concluded that the hypothesis is accepted or significant. The following table shows 
the results of hypothesis testing: 






P-Values Sig/Non Sig 
organizational culture >>> motivation 0.293 0.117 0.008 Sig 
work environment >>> motivation 0.080 0.127 0.266 Non Sig 
organizational culture >>> employee 
performance 0.441 0.111 
<0.001 Sig 
work environment >>> employee 
performance 0.371 0.114 
<0.001 Sig 
motivation >>> employee performance 0.209 0.121 0.044 Sig 
Source: Appendix of Data Processing 
1. Organizational Culture has a Significantly Positive effect on Motivation with a path coefficient of 0.293 
where the value of p-values = 0.008 is smaller than the value of = 0.05 (5%) 
2. Work environment has a non-significant effect to Motivation with a path coefficient of 0.080 where the p-
values = 0.266 is greater than the value of = 0.05 (5%) 
3.  Organizational culture has a significant positive effect to Employee performance with a path coefficient of 
0.441 where p-values = <0.001 smaller than the value of = 0.05(5%) 
4. Work environment has a significant positive effect toEmployee performance with a path coefficient 
of 0.371 where p-values = < 0.001 smaller than the value of = 0.05 (5%) 
5. Motivation has a significant positive effect toPerformance with a path coefficient of 0.209 where the 
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organizational culture >>> motivation >>> 
employee performance 0.061 0.090 
Signirikan 
work environment >>> motivation >>> 
employee performance 0.017 0.092 
Non Signifikan 
Source: Appendix of Data Processing 
 
6. Organizational Culture has a Significantly Positive effect on employee performance through (mediated) 
Motivation with a path coefficient of 0.061. 
7. The work environment has a non-significant effect on employee performance through (mediated) 
Motivation with a path coefficient of 0.017. 
V. CONCLUSIONS AND SUGGESTIONS 
5.1. Conclusions 
Conclusions that can be drawn based on the results of the tests of the hypotheses that have been proposed 
previously include the following: 
1. Organizational culture has a very significant contribution to employee performance, it shows that the more 
optimal organizational culture is applied, the employee's performance will increase.  
2. The work environment has a very significant contribution to the performance of employees at Bank bjb 
Surabaya Branch, it shows that the more conducive the existing work environment, the employee's 
performance will increase.  
3. Organizational culture has a very significant contribution to employee performance through (mediated) 
motivation, it shows that the more optimal organizational culture is applied in the company, the more 
effective it will be on increasing employee performance through work motivation as an intervening variable 
at Bank bjb Surabaya Branch. 
4. The work environment does not have a very significant contribution to performance through (mediated) 
motivation, it shows that the work environment at bank bjb Surabaya branch does not have any effect on 




From the results of the discussion in the previous chapters, it can be put forward suggestions and 
contributions of thoughts as input related to the analysis of organizational culture, work environment through 
motivation on employee performance at Bank bjb Surabaya Branch Office, including: 
1. For the management of bank bjb Surabaya branch, it would be better if they always provide positive and 
negative motivation, so they can pay attention and always try to improve the comfort of the work 
environment for employees. Where the two variables are factors that have a significant effect on employee 
performance. This can be corrected by changing the views of employees about the importance of work 
discipline through reprimands or other things. 
2. Bank bjb Surabaya Branch Office should further improve the quality, quantity, timeliness, effectiveness, 
independence and commitment, so that they can feel the increase in employee performance. 
3. More optimizing training for employees. These efforts are carried out with the hope that there will be an 
increase in the quality of services provided, especially in improving the principles of Good Corporate 
Governance and Know Your Customer in order to find solutions to resolve needs and complaints. 
4. For academics or other research, it is expected to develop other variables that can affect organizational 
culture, motivation and work environment on employee performance. It is recommended to conduct further 
research by adding other variables in the study so that other variables or factors can be known besides 
organizational culture, motivation and work environment on employee performance. 
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